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Abstract. The study sought to explore banking employee perceptions regarding the promotion of 
women into top positions and the extent to which diversity in terms of gender is accommodated and 
celebrated within the banking sector in Masvingo urban. The study got inspired by the ever changing 
workforce demographics within banks caused by various legislation on gender mainstreaming and 
empowerment, resulting in more women venturing into areas often considered sacrosanct and a 
preserve for men. However, policies and practices remain basically rigid to accommodate such trends.   
The study focuses primarily on both employee and management perceptions on issues that have to 
do with gender diversity. The study adopted both qualitative and quantitative research 
methodologies.  Three banks were purposively sampled from a total of eleven. Semi-structured 
interviews were carried out with seven employees in management while questionnaires were 
administered to a further twenty six systematically selected clerical and non-clerical employees. 
Secondary sources like staff handbooks and ethical codes were also reviewed. The study found out 
that most employees and a part of management mistook diversity management with equal 
employment opportunities and affirmative action. It also established that while individual 
differences in terms of gender were not celebrated in most banks, prejudices against women were not 
exposed and challenged by way of workshops and training .It is recommended that bank policies be 
reviewed to accommodate the interests of women.  
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INTRODUCTION AND BACKGROUND TO THE STUDY 
Diversity management is a young management discipline which originated out of 
many different historical and social issues. Leopold and Harris (2009) posit that 
diversity management literature reveals the absence of a universally accepted 
definition of the term, „managing diversity‟. Diversity is ubiquitous  and covers all 
different dimensions of the workforce that include primary dimensions such as race 
and gender ; and secondary dimensions like culture and religion among others . 
 
Smit et al (2007) define diversity as the mosaic of people who bring a variety of 
backgrounds, styles, perspectives, values, and beliefs as assets to the groups and 
organizations with which they interact. They describe it as a mosaic, which is quite 
different from the traditional idea that diversity is a melting pot, and further insist 
that a mosaic enables people to retain their individuality while contributing to a 
collectively larger picture. They maintain that diversity is all inclusive and that it is 
an asset, something desirable and beneficial. 
 
Organisations are becoming more heterogeneous with an influx of women joining 
workplaces. Whilst  the United States of  America was projecting  that 63% of  all 
United States women will be in the workforce by 2005 translating  to 47 % of the 
total workforce ,developing countries  had already joined the bandwagon,( Mathis 
and Jackson 1997).A  2011  Labour Force Survey  by the Zimbabwe National 
Statistics Agency  revealed  an overall  Labour Force Participation Rate (LFPR) of  
87%,with the rate of males  being 90%  and for females ,85% .The LFPR, being a 
key labour market indicator measures the proportion  of the working –age 
population(15 years and above) that engages actively in the labour market ,either 
by working or looking for work.,(Labour Force Survey,2011).The same survey also 
revealed the  percentage distribution of the currently employed population aged 15 
years and above  by institutional sector. Females comprised 52% while males 
comprised the remainder. 
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Most SADC governments are signatories to various regional and international 
conventions, treaties ,declarations and protocols that seek to promote and create an 
enabling environment for the attainment of gender equity, Nyaruwata and 
Nyaruwata(2013). Amongst these are the Convention on the Elimination of all 
forms of Discrimination Against Women,(CEDAW,1991), the Global Platform for 
Action and the Beijing Declaration(1995), and most recently the SADC Protocol on 
Gender and Development (2008).Enshrined in Article 13 of the  SADC Protocol on 
Gender and Development (2008),is that state parties shall ensure the equal 
participation of women and men in decision making by putting in place policies, 
strategies and programmes for building the capacity of women to participate 
effectively through leadership and gender sensitivity training and mentoring. 
A snap survey of Zimbabwean banks showed that women occupy 19% of board seats 
and only two out of the nine banks have female heads, NewsDay Zimbabwe,29 
September (2010).   The same article proceeds to avail statistics for the nine banks 
as shown below: 
 
Table 1, showing the gender composition of directors in nine banks in 
Zimbabwe 
 
Bank Total 
Number 
of 
Directors 
Male 
Directors 
Male 
MD 
Female 
Directors 
Female 
MD 
Female 
Directors 
as % of 
Total 
Agribank 10 8 Yes 2 - 20% 
FBC Bank 
Ltd 
10 9 Yes 1 - 10% 
Kingdom 
Bank Ltd   
11 8 Yes 3 - 27% 
MBCA Bank 
Ltd 
11 8 - 3 Yes 27% 
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Metropolitan 
Bank 
11 8 Yes 3 - 27% 
NMB Bank 
Ltd 
9 8 Yes 1 - 11% 
POSB 6 5 Yes 1 - 17% 
ReNaissance 12 9 - 3 Yes 25% 
Stanbic 
Bank 
11 10 Yes 3 - 27% 
AVERAGES 10 8  2  21% 
Source: An article by  Muza, in NewsDay Zimbabwe ,29 September( 2010) 
 
Though, these statistics could be seen as gender insensitive, the author of the 
article insists that “they are, much higher than in other parts of the so-called first 
world”. 
 
Organizations therefore need to   think outside the box in tackling issues to do with 
child care, dual –career couples and the glass ceiling syndrome since women are 
gradually but surely cracking barriers. Glass ceiling becomes pertinent given that  
even in the USA, it is estimated that men hold 97% of the top positions while in 
South Africa; they hold 87% of the top positions, (Smit et al 2007). Biases 
manifesting themselves in such syndromes as the „male- as- norm syndrome‟, pro-
male biases in appraisal and promotional decisions and the „sex-typing‟ of jobs need 
to be guarded against by way of awareness and/or policy and practice training. 
Walton (1999) warns against such barriers to learning that come from practices 
that, often unintentionally, preclude access by individuals or groups. He goes on to 
give examples of such things as weekend or residential management development 
programmes, course materials that use gender –specific language (for example, „he‟, 
all the time) among other things. The challenge for managers then is to 
accommodate, celebrate and address different lifestyles, family needs and work 
styles. 
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This paper is written with the view to inform management that diversity, if 
properly managed, can increase creativity and innovation in organizations as well 
as improve decision making by providing different perspectives on problems, 
Robbins and Judge(2009).Robinson and Dechant(1997) in Leopold and Harris (2009) 
posit that employees  will be more committed to employers who recognize  and value 
their individual differences and ,consequently ,the costs associated with turnover 
and absenteeism will be reduced .Developing this line of thought, Cox and 
Blake(1991), cited in the same book ,suggest that organizations which have adopted 
a  diversity management approach will position themselves to be „employers of 
choice‟ by enhancing their employer brand and thus their ability to recruit the most 
talented  applicants from the labour market. 
 
STATEMENT OF THE PROBLEM 
 
Due to affirmative action in some cases, the rising tide of feminism due to 
globalisation; and the fast changing social trends, more and more women are joining 
the labour market of which the banking sector is not spared. Again, with the 
prevalence of sex-typing of jobs, the banking sector contains the bulky of so called  
feminine jobs like bank tellering, but  due to  prejudices and  glass ceiling, women 
often find themselves  concentrated at the base  of organizational  hierarchies, in 
less prestigious and low paying jobs.  Also, ever changing social trends have led to 
the emergence of dual- career couples, one- parent families, and equal parenting 
culminating to the dismantling of life-long career structures. These changing social 
trends coupled with the challenges of globalization, call for   visionary and proactive 
human resource functions that can steer employers towards an equality perspective. 
This research, therefore, seeks to explore employee perceptions regarding the 
promotion of women, while examining the extent to which gender friendly policies 
could be crafted and implemented in a so called „third world‟ patriarchal 
environment.   
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OBJECTIVES OF THE STUDY 
 
The research intends to; 
 explore  banking  employee perceptions regarding the 
promotion of women into top positions 
 unravel the challenges brought to employers and human 
resource personnel   by the ever changing work force 
demographics. 
 explore the possible ramifications of employer prejudices 
and the gender stereotyping of jobs. 
 encourage policy makers  and human resource personnel 
to  become more accommodative to gender diversity 
through addressing women‟s different lifestyles, family 
needs and work styles. 
 
THEORETICAL FRAMEWORK 
 
Literature is awash with theories on diversity management and much more on 
managing gender diversity   at the workplace. Parsons‟ functionalist perspective 
will be discussed in conjunction with the human capital theory. Also informing the 
theoretical underpinnings of this research is the social identity approach 
(comprising of the social identity theory and the self-categorization theory).  These 
theories have particularly been chosen since the former addresses the interference 
between the functional roles played by women as wives and workers at the same 
time while the latter looks at the effects the psychological grouping of males versus 
females have on inter-group dynamics and tensions. 
The functionalist  Talcott Parsons argued that women are naturally suited to the 
„expressive‟ role of child care whereas men are more suited to the‟ instrumental‟ role 
of competition in the labour market, (Haralambos and Holborn 2006). The obvious 
implication will be that women with children will give up or interrupt their careers. 
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Economists advocating for the human capital theory also argue that women‟s lack of 
commitment to paid employment is the cause of the disadvantages they suffer in 
the labour market. As a result of poor investment in terms of skills and expertise in 
themselves ,they demean their value when compared to their highly trained male 
counterparts .They become disadvantaged than their counterparts since they are 
likely to be having less experience; and  are less likely  than men to be in 
continuous employment for so many years. This makes it difficult for women to be 
promoted to higher- status and better-paid jobs. Their lack of training, 
qualifications and experience, which all result from the demands of childcare, create 
disadvantages for them in the labour market, (Haralambos and Holborn 
2006).However, Witz (1993), cited in Haralambos and Holborn (2006) criticizes 
these approaches on the grounds that even women who do work continuously 
without taking career breaks still end up in lower-paid and lower-status jobs. 
 
The social identity approach (comprising social identity theory and self-
categorization theory) is a highly influential theory of group processes and 
intergroup relations, having redefined how we think about numerous group-
mediated phenomena, Hornsey(2008).He proceeds to insist that, drawing on his own 
social cognition work (Tajfel & Wilkes, 1963), Tajfel argued that the mere process of 
making salient „us and them‟ distinctions changes the way people see each other. 
When category distinctions are salient, people perceptually enhance similarities 
within the group („we‟re all much the same‟) and enhance differences among the 
group („we‟re different from them‟). Categorization at the same time changes the 
way people see themselves, in the sense that it activates a different level of one‟s 
self-concept. People, bank workers included, may therefore categorize themselves 
into various social and psychological identity groups such as teacher, doctor, male, 
black or African. A categorization based on sex would result in a person developing 
a psychological association with either the male social group or the female one. 
Categorizations based on visible differences such as race, ethnicity, gender or age 
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are not uncommon. In other words, a gender-diverse labour force may produce 
psychological groups comprising of male group-members and female group-members. 
Matthewman, Rose and Hetherington (2009) posit that group members will display 
in-group favouritism even when individuals are put together „as a group‟ for the 
most trivial of criteria.  People like to perceive their social identity positively (Tajfel 
& Turner, 1979), and the tendency to see one‟s own group as better than other 
groups promotes psychological division and social comparison between an in-group 
and an out-group.  Social comparison between male and female psychological groups 
can therefore trigger inter-group dynamics and tensions. As a result, gender 
diversity may produce negative behaviours such as decreased communication 
(Kravitz, 2003), stereotype-based role expectations (Elsass & Graves, 1997), a lack 
of cohesion (Triandis,Kurowski, & Gelfand, 1994) and cooperation (Chatman & 
Flynn, 2001), and increased conflict, (Pelled, 1996) among   employees, Ali,Kulik 
and Metz (2013). Bellanca (2006),cited in Mattewman et al(2009),  tries to defend 
the theory by insisting that, the theory  is not oblivious of individual differences ,but 
that in some circumstances  and contexts , our social identity is more salient  than 
our personal  identity. 
 
METHODOLOGY 
 
Research Design 
 
The study employed both qualitative and quantitative methodologies. This research 
design triangulation helps increase the validity and reliability of results by reducing 
chances of systematic bias. Data were collected by questionnaires and semi-
structured interviews on more than one case and at a single point in 
time .Secondary sources like staff handbooks and ethical codes were also reviewed 
to complement data obtained through questionnaires and interviews. Data were 
then analysed by categorising them into emerging themes for presentation and 
discussion. 
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Sample 
 
The researcher adopted purposive sampling to select three banks   from a possible 
total of eleven banks. The researcher used purposive sampling because he was clear 
on the targeted respondents and the sampling technique proved to be cost effective. 
The human resource departments assisted with staff lists from which systematic 
samples were made. Table 2 below summarises details about both the population 
and the sample; 
 
Table 2 showing population and sample sizes 
 
Designation Population Sample 
Management 12 7 
Clerical Staff/Bank Tellers 34 20 
Non-Clerical Staff (e.g. 
messengers 
8 6 
Total 54 33 
 
As shown on the table above, the sample size represented 61% of   the population. 
 
RESULTS AND DISCUSSION 
 
The major themes and research findings relevant to the study are discussed below. 
 
The Designation-Sex Profile of Respondents 
 
The research drew respondents from all sexes. Table 3 below summarises the 
designation-sex profile of respondents: 
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Table 3 showing the designation-sex profile of respondents: 
 
Designation Male Female 
Management Managers 3 1 
Supervisors 2 1 
Clerical Staff 5 15 
Non-clerical Staff 3 3 
Total 13 20 
 
Table 3 above shows that about 29% of women are in management while about 69% 
are in the clerical and non-clerical categories. This could be caused by past policies 
which were not gender sensitive. Also, the Zimbabwean clan culture is basically 
very patriarchal. Males are highly esteemed and very few women tend to aspire for 
such „father-figure‟ roles in organisations due to the „sex-typing‟ of such jobs. 60% of 
non-managerial employees and 34% of those in management answered in the 
affirmative the question that managerial jobs are more masculine in nature and 
need more assertiveness and toughness, dominant characteristics of men. To them, 
men could be better managers compared to their compatriots. These findings 
resonate with those by Chiloane-Tsoka (2012) who established that South African 
women in Gauteng were over represented in pink-collar jobs in contrast to 
professional and technical positions. She also established that lack of female 
mentors in top positions could result in women learning the so called, “masculinity” 
approach to management and contrast their gentle approach. The prevalence of 
discriminatory attitudes and sexist behaviour lead to idolatry- the making of one 
group as the norm for all groups, Rosado (2006). The functionalist position 
advocated by Parsons that women lack training, qualifications and experience 
resulting from the demands of childcare may need to be debunked since other 
authorities like Witz (1993) maintain that even women who do work continuously 
without taking career breaks remain, “concentrated at the base of most 
69                                  Journal of Business Administration and Education 
organisational hierarchies in jobs that are less prestigious and lower-paid than 
those favoured by men”, Price (2007:401). 
 
Workplace flexibility 
 
Results indicated that 82% of women and 76% of men either strongly agreed or 
agreed with the statement that work patterns and schedules were not flexible 
enough to accommodate women with family responsibilities or with  part-time work 
interests.  All respondents admitted that their organisations comply with the 
Labour Act, Cap (28:01) provisions regarding one hour a day of breastfeeding and 
ninety days maternity leave .Staff handbooks analysed revealed this compliance to 
statutory instruments very well .Eighty three (83%) of women and 80% of men 
agreed with the statement that their institutions were not sensitive to the 
„womenness‟ of women. Information perused from staff handbooks and codes of 
business conduct confirmed that all the banks under this study had no special 
overtime considerations for women, even those with young babies. Given that 
overtime is very common in these institutions particularly during peak days of the 
months, women felt intentionally excluded at the work group level and yet have no 
option but to work. 
 
The total absence of workplace flexibility schemes like flexitime, job sharing, 
telecommuting and compressed work week arrangements in these banks is a 
pointer to the melting pot approach to handling differences in these institutions. 
And yet such arrangements do more than assist new mothers return to full-time 
work, (Mondy et al 1999). They also allow many families to manage a stressful 
work/home juggling act and can also be key strategic factors in attracting and 
retaining the most talented employees. A research done in South Africa also 
indicate that such alternative work schedules could be used to respond to diverse 
needs of the workforce Smit et al (2007). 
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Human resource policies and practices 
Table 4 below summarises respondents‟ views regarding variety in benefit programs 
and human resource policies. 
 
Table 4 showing respondents’ views: 
 
Question Item Response (in percentage) 
Agree Disagree 
Male Femal
e 
Mal
e 
Femal
e 
Spouses cannot work together at the same branch 85 87 15 13 
The bank offers childcare assistance facilities 0 0 100 100 
The bank offers parental leave programs 0 0 100 100 
The bank offers job placement for working spouses 
whose mates are offered relocation transfers 
0 0 100 100 
Bank Transfer Policies are friendly to spouses 45 48 55 52 
 
Spouses cannot work together at the same branch due to internal security concerns 
in almost all of the institutions under study, but, given the size of the town, it 
becomes virtually impossible for such spouses to work together in Masvingo. 45% of 
men and 48% of females agreed with the statement that bank transfer policies were 
friendly to spouses. Most of the respondents who found the policies to be friendly 
were all women and singles. In one international bank under study, their group 
policy protected one partner from being transferred from their spouse  even after the 
elapse of the prescribed three-year period. In the other two local banks, it was 
established that women were not to be transferred unilaterally like their male 
counterparts. They could be transferred upon request. While their transfer policies 
were sensitive to gender; particularly with regards to married women, much  still 
needs to be done on the same front. Single parents and the unmarried women felt 
marginalised. 
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As shown on the table above, all the three banks under study offered no child care 
assistance facilities, parental-leave programs and job placement assistance for 
working spouses whose mates would have been offered relocation transfers. Even 
staff handbooks perused are silent on these pertinent issues The challenge for these 
institutions, therefore, is to make themselves more accommodating to diverse 
groups of people by addressing their different lifestyles, family needs, and work 
styles,( Robbins and Judge 2009). The human resource function should have to 
consider providing diversity training and revamping benefits programs to cater for 
the needs of single parents, working mothers and dual-career couples. 
 
Gender-related legal issues 
 
This research had to consider the bank management and employees‟ awareness of 
gender-related legal issues such as sexual harassment, sex discrimination and glass 
ceiling.  Evidence of compliance to legal enactments such as the Labour Act, Cap 
(28:01) and the code of banking practice agreed to by the Bankers Association of 
Zimbabwe, were witnessed from secondary sources like Staff  Handbooks and 
Ethical Codes.  Respondents admitted that their institutions do not tolerate or 
condone any type of discrimination prohibited by law, including sexual harassment.  
They confirmed that their institutions afford equal employment opportunities to all 
qualified persons without regard to any impermissible criterion or circumstance.  
Respondents from the banks concurred that gross sexual harassment could even 
lead to a hearing before dismissal.  Table 5, below summarises respondents‟ 
perceptions regarding glass ceiling and occupational segregation. 
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Table 5. Showing Respondents’ Perceptions on Glass Ceiling and 
Occupational Segregation. 
 
QUESTION ITEM RESPONSE (IN %age) 
Agree Disagree 
Male Femal
e 
Male Femal
e 
Is there evidence of occupational segregation in 
favour of man? 
20 75 80 25 
Is there a glass ceiling for women aspiring to be 
managers? 
15 87 85 13 
 
As shown on the table above, more women than men insisted that occupational 
segregation was prevalent. At one bank, another respondent confessed that in all 
the branches he knows and has worked for, messengers are males, while most bank 
tellers are females with a male branch manager and a mixed bag of supervisors. 
Price (2007) calls such a placement of men and women in different job types or 
levels of responsibility horizontal segregation. On the other hand vertical 
segregation entails having one group in better-paid positions than another, so that 
men are better represented at managerial levels while women are concentrated in 
lower, administrative jobs. Findings in the current study agree with a 2006 report 
from the UK Equal Opportunities Commission (EOC). It established that four out  of 
five part-time workers, mostly women find themselves stuck in jobs below their 
potential partly due to the lack of flexible working at more senior levels; http:// 
www.hrmguide.co.uk cited in Price (2007). 
 
The prevalence of a glass ceiling could not be denied since 87% of female 
respondents compared to only 15% males responded on the affirmative to the 
question whether they agreed that a glass ceiling existed to women aspiring to be 
managers.  Mostly women interviewees confessed that they could rise to any 
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managerial level but precedence has it that they could hardly progress any further. 
It could be that failure to find role models in their upward ascent could lead them to 
frustration and despair. A majority of women and all those in middle management  
highlighted that they are excluded in the „boys  club‟, resulting  in them losing out 
on networks necessary  for survival in a man „s  world  .As a result, “bank executives 
badgered by the diversity lobby, search for suitable women to add to their boards 
and find few who have top-level experience,” Abigail Hofman of Euromoney ,as cited 
in the NewsDay  Zimbabwe,29 September(2010) .These findings corroborate with 
those by Tennant and Tennant (2008) in their study of glass ceiling in Jamaica‟s 
financial sector.  They found out that across the financial sector, at both the CEO 
and board of directors‟ levels, men outnumber women by a significant ratio of 3 to 1. 
They confirmed that although there is very little explicit discrimination, women 
find it hard to overcome the traditional stigma of a lack of commitment due  to 
family obligations and the hurdles associated with succession planning, wherein 
traditional gender roles and expectations are reinforced, Tennant and Tennant 
(2008). 
 
CONCLUSION 
 
Despite the numerous advantages associated with properly managing gender 
diversity, the African patriarchal culture strongly embedded in the subconscious 
domains of both employer and employee manifest itself by way of gendered 
stereotypes, glass ceiling ,occupational segregation and the „sex typing of jobs‟. This 
scenario prevails in spite of advocacy by woman groups and successful 
instutionalisation of state mechanisms to monitor gender inequalities. Even in the 
midst of various national and international instruments and ethical codes aimed at 
promoting gender mainstreaming, insidious barriers still remain. Although there is 
very little explicit discrimination, women are still grappling under the traditional 
stigma of their perceived lack of commitment due to family obligations and the 
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hurdles associated with succession planning , wherein traditional gender roles are 
reinforced. 
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